Why do organizations need to learn? This question will be discussed in this article, as well as the definition and characteristics of learning organizations. The reader will get a comprehensive description of a learning organization based on Peter M. Senge "The fifth discipline" to understand how a learning organization differs from traditional organizations. The final chapter will get an outlook that future learning processes within networks will have a stronger role, since it allows a better understanding between intraorganizational and interorganizational learning processes. Purpose of the article: This article will lead you within the topic of learning organizations. It will set a first input to different approaches how a learning organization can be defined and get established.Through this the reader will get an impression that a common vision is very important for these approches. So this article will set a first trigger for the interested reader for learning organisazations. Methodology/methods: Literature study for creation of new knowledge due to scientific work.Scientific aim: The reader will get a comprehensive description of a learning organization based on Peter M. Senge "The fifth discipline" to understand how a learning organization differs from traditional organizations due to literatur study. The article will show that there is still a lot of research potential to create a role model concept for the implementation of a learning organizsation. Findings: Due to the inconsistent research results further multifaceted approaches remain to gather further research results. As more people will be employed in organizations, communication will become a more important component within a learning organization. Furher more a common vision is very important to establish a learning organization. Conclusions (limits, implications etc): Core issue lies in questioning how learning processes of individuals and within organizations are working. The various concepts for "learning organization" describing organizational learning, to constantly expand the learning ability of organizations and, consequently, the skills to solve problems from individuals and organizations itself. Here the integrative approaches e.g. the fifth discipline try to close the research gap and clarify the phenomenon of organizational learning. (cf. Liebsch 2011:124). Due to the inconsistent research results further multifaceted approaches remain to gather further research results. As more people will be employed in organizations, communication will become a more important component within a learning organization. (cf. Unger 2002: 38). Different approaches showed the importance of communication within learning organizations as a fundamental component of those. Following the results of these concepts, it is important to promote collective learning processes so that organizational learning can occur. (cf. Unger 2002: 39). In future learning within networks will get a more and more important role, as it allows to forster the understanding between intraorganisational and interorganizational learning processes. (cf. Liebsch 2011: 124).
Introduction
There is a plurality of factors why organizations constantly need to develop further and learn at the same time. Here, success is characterized by increased value added contributions, process enhancement and organizational competitiveness (cf. Wilkens et al. 2006: 124) . Some authors even conclude, that the only constant is just the time, everything else is submitted to an more or less strong change (cf. Bock 2008: 12) . The reason for that is a change, which does not move in predictable trends, because these trends can suddenly break off or develop in a different way (cf. Pfeiffer & Dögl 1986: 150) . Weitzel and Jonnson have presented a model of an organizational decay, which illustrates, in different phases, the possible effects of reactions according to disruptions on a specific organization (cf. Pieler 2001: 17 f.). You are able to convey several characteristics within this model. A return to an adequate economic development of the organization is generally possible from each point, although the conducted effort increases by idle time. Moreover it can be realized that with a continuing absence of reactions, according to a decreasing performance, the breakup of the organization becomes more and more probable.
In order to reflect changes to the previous described thinks, the focus must now be on ways to still successfully run a business. For that the change has to be enforced in three dimensions (cf. 1.) Of common life, 2.) The configuration of the performance processes and the determination of the trend by application of learned things, 3.) Responsibility and implementation of all involved parties by participation and comprehension
Here the synchronization of the three levels has to result in a continuous commutation of all in the organization involved parties concerning their variable base of knowledge, awareness and experience to develop a common mental model of a company which is developed constantly to participate in the constitution of performance processes according to the complete company. Hereby all members understand their contribution in an overall context and are able to regulate it, respectively its importance to have a leading stake in market success of the whole company. (cf. Little 1995: 206) 1 The term learning organization According to Argyris and Schön an organization learns, for example, by acquiring understanding, knowledge, skills etc. for amplify its information base (cf. Argyris and Schön 1999: 19) . Further definitions say that a learning organization is those which, offers all members the opportunity to learn to traverse a continuous transformation (cf. Pedler et al. 1991 , zit. In: Sattelberger 1991 . According to Senge a learning organization is a place, in which people "continuously deploy their capabilities, fulfill their true targets, in which new ways of thinking are supported and new common hopes are delivered, so organizations, in which people are learning how to learn together (Senge 2011: 13) . According to Unger a definition of a learning organization can be summarized, that the organizational ability to learn is the potential of an organization which (cf. Unger 2002: 19):
-anticipates and face changes in an proactive way, which happen in the surroundings of the company -prove and keep up the resulted flexibility by personal contribution -identify and develop or rather selective change these mechanisms on its own
There is a continuous self-transformation of the whole company as a result of the mentioned characteristics (cf. Unger 2002: 19) . Here, a special focus is set on the learning processes, which ensure the survivability of the company, because these are recognized and must be executed directly at the point of occurrence. 
Characteristics of a learning organization
In the literature a clearly pretended vision proved as a strong distinct characteristic of a learning organization. So, for example, Bertels point to the importance of a vision in learning organizations: The vision composes, in relation to the level of sense, the equivalent to the realization of profit as a right to exist at the economically level. (Bertels 1997: 212) Further he mentions the vision as basic concept of the organization, on which a common basis of values is generated for create a feeling of togetherness, which serves as a distinctive feature to other companies (cf. This can be realized when people become a "further creator" (Senge 2011: 233) of the vision. In addition, this vision should be based on long term considerations, for example by establishing a "lodestar" (Senge 2011: 245) and it has to provide information concerning the potential target of the pursued vision. Especially executives and supporters have to exemplify participation and engagement, for reaching the vision, through one's own life. These employees holistically agree to the vision and therefore they work in a dedicated way to pervade it. Afterwards this vision will be fixed inside the guiding idea of a company. (cf. Senge 2011: 233 -253) Senge gives an example for this:
When the employees of Matsushita cite the company's motto: <<We want to come up to our responsibility as an industrial worker, push on the progress, support the common good of the society and campaign for the enhancements of the global culture>>, they describe the purpose of the company. When they pitch the company's song <<We send our products to the people of this world, endless and continuous, like water, which pours out of the spring>>, they declare the company's vision." (Senge 2011: 244) Additionally to a vision, further characteristics, which distinguish a learning organization, are described. So, Kröll and Schnauber characterize these in the following way (cf. Kröll and Schnauber 1997: 6 f.):
-Value added-and customer orientation -Continual improvement and establishment of a system for lifelong learning -Utilization of teamwork -Integration of the permanent learning process as well as a continuous renovation of the business organization Among other things, customer orientation is also highlighted by Bertels, because it is helpful for obtaining an external benchmark for the market-performance of the company, because customers represent the right to exist of each company (cf. Bertels 1997: 213 f.). Bock amplifies the requirements of a successful acting, learning organization. According to him, such an organization possesses the ability for interpret, collect and modify relevant knowledge in a reliable, purposeful and continuous way for its implementation in concrete arrangements. Furthermore a successful learning organization is able to adapt its behavior to other environmental conditions and reflect the new perceptions. A terminal characteristic is the ability to generate results, which reflect a high level of relevance for the employees of the company and have a share in the company's success. (cf. Bock 2008: 24) As a last point, the requirements are complemented with the ability of the organization to install a system of working feedback-loops, because these are necessary to learn from mistakes and to implement a circle-causal process, which empowers the organization to learn in a generic and self-reliant way (cf. Walz and Bertels 1995: 213) .
3 Description of a learning organization according to Peter M. Senge "The fifth discipline" "How is it possible, that a team of engaged managers, which have an individual intelligence quotient of over 120, only have a collective IQ of 63?" (Senge 2011: 20) . The five described disciplines of Senge should prohibit this by an organizational structure, which supports the continuous learning and development process. The fifth discipline wants to increase the organizational base of knowledge and values, intensify the relationships between the members of the organization, improve the problem-solving and handling skills and the happening of the organizational system should be understood (cf. Heftberger and Stary 2004: 32 f.) .
The approach of Senge is not understood as a guidance for organizations to learn by himself, but as an impulse to review company occurring cultures, structures and processes (cf. Knipp 2014: 54). For Senge, a learning organization is: "[…] a place, where people think continuously, that they generate their reality by themselves. And that they are able to change this reality. As Archimedes said: ">> Give me a lever, which is long enough… and I will move the world with just one hand. <<" (Senge 2011: 24) . The most important discipline in this model is systems thinking, because it is the special discipline, which connects all the other ones and which is significant for change processes within the company.
Within systems thinking, Senge describes, that corporations are systems, which are connected by an invisible netting of coherent actions. Here, systems thinking is a conceptual framework, so it is a set of information and tools, which was developed within the last ten years focusing the target of recognize and understand comprehensive designs for change them after this. (cf. Senge 2011: 16 -17) Systems thinking is an integrative discipline, which connects all the other ones and merges them to a holistic theory and practice. It prohibits also, that several disciplines are getting isolated, because the vision would collapse without a holistic consideration. (cf. Senge 2011: 16 -17) To manage the increasing complexity in organizations, system theoretical and constructivist aspects have to be focused in relation to the theoretical and practical implementation of a learning organization. (cf. Wahren 1996: 72). Here, Senge describes three basic modules in a display of thinking, which is distinct in a system-orientated and dynamic way (cf. Senge 2011: 86 -112) as well as nine systemarchetypes (cf. Senge 2011: 451 -465) . These basic modules are:
-Self-enforcing feedback processes -Balance processes, -Delayed impact. The causal cycles form the nouns and verbs of a system-oriented thinking and acting (cf. Wahren 1996: 72).
The causes of growth processes in a organization, are, according to Senge, the selfreinforcing feedback processes, because these work as a motivational function engine and roll by their own like a "snowball" due to preferable-feedback (Senge 2011: 102) .
It can be concluded, that there is nothing more essential than success, since it ensure for more success. (cf. Wahren 1996: 72). The self-reinforcing feedback processes are illustrated by the following graphic. Senge describes the existence of balance-processes, because an organization want to maintain for a definite target position. Here, the function is taken by a balancing and stabilizing system. He describes it, referring to the human body, as an ability within a changing environment, to preserve the survival conditions. (cf. Senge 2011: 104) The following graphic describes the balance-processes: Delayed impacts are the last building block, which describes effects on a particular variable to the next one with a delay (cf. Senge 2011: 110) . This means that, the influence cycle is temporarily interrupted and the effects will only entry after a certain behavior or a particular measure. (cf. Wahren 1996: 72 -74).
The following graphic illustrate the fact: The first learning barrier is ">>I am my position<<" (Senge 2011: 30) , by people are always describing the tasks, which they daily perform to earn their livelihood, but not the purpose of the greater business, in which they are involved. This fact is conditional by the topical selfimage of employees, how identify themselves as a part of the system on which they have only a few or no influence at all. (cf. Senge 2011: 30 f.).
The second is ">>The enemy out there<<" (Senge 2011: 31) and is a by-product of the identification with the own workplace, because thereby arise an unsystematically world view. For this reason, employee's don´t arise their contribution and influence to the wholecompany and shift the blame on other people but not on themselves. (cf. Senge 2011: 31 -33) The learning barrier ">> The Illusion of Taking Charge << -or the Illusion of control" (Senge 2011: 31), says, that the knowledge production, which means that oneself contributes to the problem, automatically lead to a proactive approach (cf. Senge 2011: 32 f.).
The fourth learning barrier "The Fixation on Events" (Senge 2011: 33) is the focusing of short-term results. These promote neither the learning nor the creativity of the employees. Instead of focusing on short-term results, organization has to focus long-term conditions to support the learning and the creativity. (cf. Senge 2011: 33 f.)
The learning barrier "The Parable of the Boiling frog" (Senge 2011: 34) , describes the inflexible of organization by slowly rising existential threat. Like the frog, whose be attuned to internal perception of suddenly changes in his environment, company's don´t recognize the increasing threat early enough. For the solution it is important to pay attention of sensitively subtle and not only the dramatically things, so that can be oppose to against small changes immediately. (cf. Senge 2011: 34 -36) The sixth learning barrier "The Delusion of Learning Experience " (Senge 2011: 36 f.) , describes, that it is to believe realistically that one learns from experience, because when the consequences of our choices are beyond our horizon, we can´t learn from our direct experience. (cf. Senge 2011: 36 f.).
The last learning barrier "The Myth of the Management Team" (Senge 2011: 37 f.), says, that Management-Team members don´t respond their doubt, which leads to softened compromise and to be avert learning, when you tries to cover the uncertainties with played competence (cf. Senge 2011: 38 f.).
The discipline Personal Mastery, which is standing for self-management and personality development, describes, that every individual bundled their energy within an organization, the personal vision continuously clarifies and deepens and has the patience to developed and considered the reality objectively (cf. Senge 2011: 17) . Hereby the principle of creative suspense is the central element of personal mastery. Senge describes this with the gap between the vision and the reality. On the basis of gap arise stress between the current reality and the vision. These stress can be relax when the vision is pulled to the reality or the reality Senge provide the structural conflict on this basing, which present the conviction of humans, who find to out the own authority and worthlessness and therefore they are unable, to satisfy their desires. The following figure clarifies the facts: The mentally models are ingrained assumptions, generalizations, pictures, or symbols, which have a high influence of the perception of the world and the plot, which be in progress within those. In dynamic environmental conditions institutional learning processes are very important according to Senge, that Management teams change their common mental models in relation to the company, his competitors and markets. The capacity to have intensive learning conversations, to ask curious, to take up the own position but to be open to think about other opinions, is a very important sense. Therefore is the first cut to motivate the employees to reflect itself by work with mental models and discuss the modern generalizations together. (cf. Senge 2011: 18 f.)
When teams are truly within a learning process whose intelligence exceeds that of a single individual is by far and the team is to develop capable extraordinary abilities for coordinated actions.
The team-learning describes for Senge the base of the learning organization. He attaches on two examples. When teams are truly within a learning process those intelligence exceeds in comparison to a single individual and the team able to develop capable extraordinary abilities for coordinated actions. Further outstanding results are the result of team-learning process and the outcome that individuals develop much faster than it would ever possible on another way. (cf. Senge 2011: 20 f.) To identify this successful result, the process begins with a dialog within the team, during this own assumptions are not longer important because everybody is engage in a common thinking. It is always important during this process, that the interaction-structures get detected, which is to impede the learning in the team. (cf. Senge 2011: 20 -22) Senge describes in the last discipline the vision. The organization must be establishing a common vision for the future, in which people are included by a shared corporate philosophy and the feeling is matched of the common destiny.
The trick is to transfer an individual vision in a collective vision to promote at this by common future scenarios genuine commitment and the participation of the people on the vision. (cf. Senge 2011: 233 -237) The content-related topics cannot be allowed to dictate in the vision, but in accordance to Senge the results, which are the result of reflection processes and communication processes. (cf. Senge et al. 2000: 345) In a nutshell, a vision always should be tangible and desirable, so that the employees of the Organization will improve constantly and learn on the way by achievement of objectives to the vision. They must be convinced that the taken way is the right one to achieve the vision. You can find more information about the importance of a vision in the section entitled "Characteristics of a learning organizations". Senge finally remarked that the exercise of a discipline is never concluded and thus be present a continuous learning circuitry. Best-Practice solutions are reality checks, however have the risk, that this be imitated and it is easy to miss the pace to the latest developments. After Senge believes good organization cannot arise through imitation. (cf. Senge 2011: 20 -26) 
Conclusion and outlook
A learning organisation distinguishes itself by the fact that her actors think often, consciously and together about her selfdraft, her action and the achieved results. Besides, they develop ideas for changes and move this in structures, processes and measures. The ideas of learning organizations are arise for the fact of steady growing momentum and complexity of the environment (cf. Unger 2002: 38) . The aim of a learning organisation is a continuous organisational development. With this the company extends constantly his ability to form own future creatively and to adapt itself to changed market conditions. Core issue lies in questioning how learning processes of individuals and within organizations are working. The various concepts for "learning organization" describing organizational learning, to constantly expand the learning ability of organizations and, consequently, the skills to solve problems from individuals and organizations itself. Here the integrative approaches e.g. the fifth discipline try to close the research gap and clarify the phenomenon of organizational learning. (cf. Liebsch 2011:124) Due to the inconsistent research results further multifaceted approaches remain to gather further research results. As more people will be employed in organizations, communication will become a more important component within a learning organization. (cf. Unger 2002: 38) . Different approaches showed the importance of communication within learning organizations as a fundamental component of those. Following the results of these concepts, it is important to promote collective learning processes so that organizational learning can occur. (cf. Unger 2002: 39) . By implementing a learning organization the advantages are a higher problem solving ability, a value increase of the human capital, reduction of risks within decision-making processes and a higher satisfaction of the employees.
